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Part of the research of the Personnel Utilization Technical Area

of tne Personnel and Training Research Laboratory of the Army Research
Institute (ARI) supports effective career managemen* for Army officers.

One result of this research has been the design and field iryout of an
experimental computer—based Officer Career Information and Planning System
(0CIPS). This report describes the design of the system, the development
of interactive modules, and the experimental use of a sample of the modules
to determine accuracy, credibility, interest, and operational feasibility.

Research in career counseling and career management has been performed
jointly as an in-house ARI effort and through contracts with organizations
selected for their specialized expertise. The current research involving
application of career counseiing expertise to the Army Officer Personnel
Management System was performed under Contract DAHC 19-76-C-0030 with
vocational psychologists at Teachers College of Columbia University. The
research effort was directed by Bertha H. Cory under requirements of Aray
Project 2Q162717A766, Task C Career Progression Systems, FY 1978 Work
Program,

JOSEPH DNER
nical Director
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CAREER PLANNING MODULES FCR THE OFFICER CAREER
THFORMATION AND rLANMING SYSTEM

BRIEF

Requirement:

In response to a need seen by the Army for a cost-effective career
planning system which would (a) place computerized data at tl.e disposal of
both the career development manager and the cfficer and (b) facilitate the
implementation of the Army policy of officer professional development and
utilization, the Officer Career Tnformation and Planning System (OCIPS) was
designec. The report describes the design of the interactive dialogue
modules to promote long-term career planning as a part of the Officer Per-
sonnel Management System (OPMS).

Procedure:

Current theory and opinion on adult career development were analyzed,
adapted and extended to meet the needs of the project. Five basic concepts,
considered important for the Army officer were Identified: that choice is
inevitabl:; that one should base choices on self-understanding; that not
every ca,eer outcome is predictable; that planning requires a combination of
commitment and tentativeness; and that life stages provide predictable
changes. Attendant to these concepts, a variety of career planning skills
(e.g., clarifying one's values) were identified. Interactive dialogues were
designed co teach the concepts and to provide opportunity for practice in the
skills.

Product:

The resulting dialogues provide: (1) an introducztion of the officer to
the computer {2) an introduction to the concepts of long-term career plan-
ning; (3) a2 comprehensive look at how the Army career svstem vorks; (4)
shortened combined version of (2) and (3):; (5) an opportunity to draw infor-
mation from a data bus=2 on alternate specialty; (6) an exercise designed to
increase the user's awvireness of his/her career-relevant skills and values;
and (7) practice at establishing long-term career goals.

Four of the seven dialogues were tested for feasibility and credibility

with 52 company grade officers who found the modules interesting, accurate
and useful.
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CAREER PLANNING MODULES FOR THE OFFICER
CAREER INFORMATION AND PLANNING SYSTEM

Introduction

The recent identification of career planning as a salient issue for adults
and the scarcity of professional assistance in that problem area has led career
development specialists to seek alternative approaches to educational and
career planning. One such approach is the computer-aided guidance system. A
number of such systems have been developed in a variety of settings, primarily
intended for use among high school and college students. The system described
here is one of the first designed to enharce the career planning skills of

adults whose careers are already in piogress.

adult career planning. Recognition of the need for carear planning in
adulthood emerged from the notion of a career as a secies of positions, jobs,
and occupations that extend throughout the life of the individual (Super,
Crites, Hummel, Moser, Overstreet, & Warnath, 1957). This view of work life
emphasizes the development cof persons throughout their life span in contrast
to the mere prediction of success and satisfaction from Point A (preparation
and anticipation) to Point B (entry to an occupation). Buehier's (1933)
concept of life stages, long considered useful by developmental psychologists,
became highly relevant for vocational psychologists as well, The stages of
growth, exploration, establishment, maintenance and decline bore observable
relationships Lo the tasks which beset individuals as tbey imagined, prenared
for, sought admission to, entered, advanced in, retired from and reflected
upon theiir life's work. The work of Havighurst (1953) and Super (1957) bpas
made clear the need for individuals to cope with differing problems at differ-
ent stages in order that their career development proceed smoothly.

The understanding of career phenomena from a developmental framework
created renewed interest in the career behavior of adults. Studies such as
those by Astin and Panos (1969) and Davis (1965) carefully documenced the fact
that, during the college years, career-related choices were made and revised
for more than half the population. The work of Cooley and Lohnes (196%),
Gribbons and Lohnes (1969), and Super, Kowalski and Gotkin (1967) emphasized
the fact that, beyond the college years, job and position changes were
frequent, career decision making remained a persistent developmental task,
and-~by &nda large——adults continued to need help with planning their long-re

futures.

This demonstrat=d need for career decision making during adulthood under-
scores the validity of the view of career decision making as a continuous
recycling of the stages of the decision-making process (Katz, 1963). Of
particular importance in this process is the contiruing exploration of
vocational alternatives, Individuals who engage in vocational exploration
undertake activities with the purpose of gathering iaformation about them-
selves and their environments which will prepare them to choose, prepare for,
enter, adjust to, or progress in an occupation (Jordaan, 1974). Meaningful
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exploration can help the individual (1) assess the outcomes associated with
variocus vocational alternatives, (2) assess the desirability of those outcomes,
and (3) assess the probability of achieving those outcomes (Prediger, 1974).
Vocational exploration is, therefore, necessary and inevitable for an indiv-
idual faced with a career decision,

SR s e e

Applying computer techmology to career guidance. To provide assistance
in the problem area of long~term educational and career planning, career
development specialists have sought to adapt available resources in computer
technology to the specific career planning tasks. Current approaches to the
use of computers in educational and vocational guidance are based on two
theories (Super, 1970). First is the pragmatic theory which asserts that the
more information that is available to individuals, regarding both self and
world of work, the better their vocational decisions are likely to be. Second
is the developmental decision-making theory which reflects the view that a
career develops-—and, thus, decisions are required--over the life span, rather
than as a result of specific, point~in-~time, educational or vocational choices.

N L R AN

At

i

REA S Gk

T
R R

The technological capacity of the computer is widely recognized and has
considerable potential when applied to the process of career decisi.n making,
The computer provides the capacity (1) to store, retrieve and update large
amounts of data, (2) to interrelate data about individuals and their environ-
ments, (3) to individualize datz to generate educational and career alter-
natives, (4) to simulate conversations of interviews through interactive
terminal devices, (5) to modify user behavior to provide feedback, review and
personalized assistance to counselor or cliemnt, (6) to control and coordinate
audio and visual material with text, and (7) to provide services to many users
simultaneously in various settings (Harris & Tiedeman, 1974). By making use
of these capabilities, career development specialists have been able to
provide the needed assistance to individuals at their different developmental
stages in terms of information gathering, vocational exploration, and career

decision making.

=
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Several computer-aided counseling and guldance systems are currently in
operation. The Computerized Vocational Information System (Harris, 1968),
the Education and Career Exploration System (Minor, Myers & Super, 1969,
Oregon's Career Information Systewm (McKinlay, 1974), and DISCOVER (Rayman &
Harris-Bowlsbey, 1977) are examples of systems develcped for use with high
school populations. Another, the System for Interactive Guidance and Infor-
mation, developed by Katz and his associates, has been designed for use with
college students (Katz, Chapman, & Godwin, 1972).

The effects of these systems have been studied and, in general, the
results have been encouraging. Although no studies have yet demonsctrated
that the systems have been effective in improving the users' decision-making
skills, other relevant skills have been measurably enhanced. Specifically,
as a result of using computer-aided counseling and guidance systems, urers
increased their vocational maturity (Myers, Thompson, Lindeman, Super, Patrick,
& Friel, 1972); users achieved more specificity of information about educational
and vocaticnal alternatives, showed greater crystallization of vocational
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planning, and gained more information about career alternatives (Harris, 1972);
and users indicated that they learned to operate them easily, did not feel
dehumanized by their use, and enjoyed using them (Myers, et al., 1972).

The computer~aided counseling and guidance systems that are currently in
operation, however, were developed primarily for use among high school and
college students, Recognizing the potential of a system intended specifically
for an adult population, the Army Research Institute began the development of
an Officer Career Information and Planning System {(OCIPS) which is designed to
utilize knowledge of adult career planning and existing computer technology to
further the professional development of Army officers.

The Officer Career Information and Planuing System (OCIPS)

OCIPS is being developed in response to a need seen by the Army for a
cost-effective career planning system which (a) would place computerized data
at the disposal of both the career development manager and the officer and
(b) would facilitate the implementation of the Army policy of officer 1
professional development and utilizaticn as expressed in DA Pamphlet 600-3.
Prior to the initiaticn of the project, several legitimate complaints on the
part of officers had been recognized. These included, specifically, the lack
of readily avai.iable, consistent, complete, and current information regarding
the officer career progression system. There was also evidence to suggest
that better use of officer interests and abilities was possible and that
inefficient officer career decisions were being made (Macphercon, Note 11;
Macpherson, Eastman, & Yates, Note 12).

Drawing on theory and research in counseling psychology and technologies
in computer science, OCIPS is envisioned as a cowputer-aided career information
and planning system for Army officers (Cairo, Note 1; Cory, Medland, & Unlener,
Note 3; Cory, Medland, Hicks, Castelnovo, Weldon, Hoffer, & Myers, Note 2;

Van Nostrand, Note 19). It is hoped that this system will provide a number of
benefits to the Army officer and to Army management, including:

--greater zbility of an officer to take responsibility for his or
her own career decision making;

--greater officer satisfaction and increased knowledge of the
career—enhancing potentialities of various assignments;

~-better fit of officer-to-job based on the consideration of
aptitudes, values, interests, education, training, and
expcriences; and

--greater equity and efficiency in the career management system.

--greater opportunity for career managers to concentrate on counselor
functions.

In order to begin to accomplish these goals, the initial phase of the
system's development, described in this report, called fcr a long-range
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career planning dialogue unit that would enable Army officers to explore
planning strategies and decision-making techniques and to develop and apply
career goals and values to their own long~term career planning. It was decided
that the system would need to conform to a numter of specifications. First,
the dialogue units should allow the officer to explore career-related values
and strategies for implementing those values. The units should advocate
flexibility in career planning and be applicable to Army careers. Second, the
dialogues chouid appear as a natural conversation between an officer and a
human cournselor, using explicir, concise language tailored to Army officer
background and interests. Finally, the dialogues should be designed to
ircrease the officer's awareness cf the notion of a carecr as a time-ordered
sequence of positions, mediated partly by his or her own choices.

Conceptual Development

From these objectives and specifications, the team at Teachers College,
Columbia University, directed by Roger A. Myers,” proposed to create z set of
computer-aided experiences for teaching various career planning concepts and
for enhancing career-relevant competencies. The specific concepts, on which
the long-term career planning portion of the system is based, are thoge that
emerged from Super's (1957) longitudinal study of career development. The
concepts represent those notions that research has shown to be essential for
consideration in career planning. They are:

1. The inevitability of choice: stressing the opportunity
and obligation on the part of an individual to make
certain choices, and reviewing the consequences of not
choosing when choice is indicated;

2. Choice as an implementation of values: introducing
the notion that the major determinant of any given
choice ought to be the values of the chooser,
necessitating some clarity about one's own value
system;

3. Contingencies and discontinuities: making explicit the
implicitly obvious existence and influence of events that
one is unable to predict;

4. Clarity and tentativeness: illustrating the necessity
of having clear, well-designed plans, while simultaneously
recognizing the unavoidable tentative nature of such
plans; and

5. Life stages: focussing on the available knowledge of
career-related behavior at different points in an
individual's development.

Such research has also shown that certain competencies in career
planning tasks must be developed in order to negotiate a career successfully.
Drawing on this body of knowlege, the proposed system was to include exer-
cices in the following areas:
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The original plan for the system envicioned two forty-minute interactive
The first of these was to be a didactic unit designed to

dialogue units.
The other was to be

teach and illustrate concepts about career planning.
an informational unit describing the officer career progression system in
wihich the user would be implementing those concepts.
quently expanded to provide additional emphasis on actual career planning
Strategies for implementing one's interests and fcr negotiating a
career throughout the life span were to be illustrated in a game mode, using

tasks.

T R e e e s e s e SR e o I

Skills and values clarification. An officer's skills and
values are major determinants of career satisfaction and
success. Accordingly, the ability to identify these
primary skills and values is important to career develop-
ment. This ability has other important components:

(a) recognizing and resolving conflicts among values and
skills; (b) recognizing the linkage between specific
values and skills and career decisions; and (c) preparing
for possible revisions of the primary skills and values
throughout one's career.

Career strategies. Career planning requires the ability

to translate self-and-environment knowledge into planful
action. The components of this are: (a) interpreting
life goals in light of one's primary values and skills;
(b) developing life goals that are optimally enhancing
for career development; (c) harmonizing conflicting
goals; and (d) developing action plans for reaching
specific objectives, Overall, "career strategies"

neans the ability to implement one's primary values

and skills in specific, concrete actions.

Choice point identification. In a complex career system,
it is important to be able to identify those points where
one can choose and where that choice can make a significant
difference. This includes the ability to anticipate future
choices, to evaluate present choice alternatives, and to
assess the irreversibility of specific choices. \

Career monitoring. Assessing career progress is important
in view of the tentative nature of career planning.
Assessment requires a systematic way of continually
integrating the career environment with one's primary
values and skills.

individual officers' profiles and predictable events that occur in an
cfficer's career.

To supplement the two-module plan, then, the developmental effort was

redirected to provide a more complete guide to career planning. Each

component was designed to address a major consideration in career planning,
and the entire system was intended to mirror the career planmning and decision

making process: R

This plan was subse-~
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After the officer is instructed as to how to use the terminal (with a
module called SIGNON), the initial didactic module (now called FORESIGHT)
provides an introduction to the decision-making process; the informational
module (called OVERVIEW) describes the occupational enviromment and oppor-
tunity structure in which the officers operate; a SELF-ASSESSMENT module helps
users to describe themselves in relation to that environment. Data banks
(such as that used by ALTERNATE SPECIALTY, a submodule of OVERVIEW, Fields, Note 7)
allow them to explore the "fit" of the various alternatives of the environment
given their own descriptions; and the final module (called CAREER STRATEGIES)
guides the users in integrating previous information to make choices, imple~
ment decisions, and evaluate career progress.

System Description
The current system consists of interactive, or conversational, dialogue

units. The user's path through the units is determined by his or her
responses to questions or by selection from among alternatives posed at
several choice points within each unit. (Examples are provided in Appendices
A through E.) Each module is self-contaired and connects with the other
modules via an executive monitoring system. At present, SIGNON, FORESIGHT,
OVERVIEW, and ALTERNATE SPECIALTY have been programmed and are useable in
demonstration form. The remaining modules-—-CAPTAIN'S INTRODUCTION, SELF-
ASSESSMENT, and CAREER STRATEGIES~-are in script form but have not yet been
programmed. The various modules are described below.

SIGNON. This introductory module introduces the officer to the system,
instructs the officer as to how to use the terminal, and asks for a variety
of identifying data such as military specialty, type and level of civilian
ecducation, and current military status (See Appendix A).

FORESIGHT. This module is designed to introduce the user to long~term
career planning. It begins with consideration of the belief that individuals
can influence their career progress if (a) they know what they want, and
(b) they know hcw the system works. The basic career concepts described
earlier are assigned code names: 'Must'"--choice is inevitable; 'Value'--you
have to know what you want; "Surprise'--unexpected events happen even if you
plan; "Tension''--simultaneously firm and tentative planning; and "Stage'--
predictable life changes. The user may elect to look through any or all of
the five~ or six-frame interactive explanatory illustrations for each concept.
The conclusion of the module integrates the concepts in a sample career path
that shows an officer making choices and confronting situational changes at
different stages in his career. The ability to convey to the user the most
current available knowledge about career planning and career development in an
understandable and thcught-provoking manner is the most outstanding quality of
the FORESIGHT module. (See Appendix B for an excerpt from FORESIGHT.,

OVERVIEW. This informational module includes the Army's overall plan for
the progression of an officer’s career and attempts to make the user aware cf
those factors which can influence the ways in which an officer's career deve-

lops. These include:
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--changes in needs, goals, and objectives cf the Army
--military and technologi-al changes

--timing of career decisions

--0fficer Evaluation Reports

--military education

--alternate specialty assignment

--civilian education and training

It dissects the patterns and determinants of Army careers with the use

of a series of off-line charts and offers the user answers to a series of
typically-asked questions. 1t reinforces the concepts introduced in FORESIGHT
and adds some Army-specific conrepts such as officer responsibility and dimen-
sions of utilization and training. OVERVIEW facilitates the officer’'s compre-
hension of "how the system works'--a necessary ingredient in career decision
making~-and does so in a manner that enables officers to incorporate the
understanding of the complex officer career progression system into their
planning. (See Appendix C for an excerpt from OVERVIEW.)

CAPTALN'S INTRODUCTION. Experience with the system has shown that, while
younger officers (lieutenants) profit from FORESIGHT and OVERVIEW, officers
who have achieved the rank of captain or above nave already acquired much ¢f
the information contained ir the modules. Therefore a substitute introductory
module was designed for users already familiar with the Army Career Progression
system. This module, called CAPTAIN'S INTRODUCTION, includes the information
in FORESIGHT and OVERVIEW in a more abbreviated form (See Appendix D).

= ALTERNATE SPECIALTY. One of the system's long-range objectives is to

- provide the user with access to data relevant to important choice points in

an Army officer's career. The submodule of OVERVIEW and CAREER STRATEGIES,

called ALTERNATE SPECIALTY, is an example of how this can be done. Due to the

implementation of dual occupational specialties for Army officers, expressing

a prefereace for an alternate specialty is a critical choice point in an

officer's career, A rich data file relating officer characteristics and

preferences to alternate specialty designation affords the user a unique

opportunity to engage in meaningful career exploration. The ALTERNATE

SPECTIALTY submodule was developed to make use of this data file and includes

information about the alternate specialties that are available, how they are 14

designated, and how career plans can influence them. In making the data %
»

available to the user and in offering suggestions about useful ways to

interpret them, the submodule provides the officer with the opportunity to

explore and compare his or her characteristics with those of officers for

whom any given specialty was designated during the previous yea- and to

integrate this information into an effective career strategy (Sze Appendix E).

.
e

——
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SELF-ASSESSMENT. Other modules (OVERVIEW and ALTERNATE SPECIALTY) have
addressed the issue of "how the system works."” The SETF-ASSESSMENT mcdule is
designed to help users clarify "what they want''--a necessary component of
satisfactory career planning. The officer uses a representative list of
skills and values to create an individualized profile based on preference and
performance (skills), and subjective importance (values). The list of skills
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was derived from an analysis of Army officer job performance dimensions
(Oliver, Note 86)and available inventories of relevant career skills (Haldane,
1974; Katz, Chapman & Godwin, 1972), Similarly, the values list represents a
combination of work value inventories (Super, 1968; Katz, Chapman & Godwin,
1972), lists of values used in industrial personnel development programs, and
values derived from Army Research lnstitute surveys. Once the ofiicer has
created a profile, suggestions are offered about integrating self-assessment
into planning and the user is asked to evaluate previous and anticipated
assignments in light of this oprofile. (See Appendix F for an excerpt from
SELF -ASSESSMENT. )

CAREER STRATEGIES. This module is designed to help officers implement
their career aspirations through exercises in setting long-term goals and in
translating goals into action plans for immediate objectives. The introduction
conveys to the officer:

i

e A BT TR

--that goals provide the basis for long-term planning;

--that goals are arrived at by assessing the structure
of Army career opportunities and by assessing one's
own characteristics;

--that long-term goals can only be obtained by achieving
intermediate objectives; and

--that concrete plang of achileving intermediate objectives
provide the link between career planning and intellijigent
action,

The process of creating a career strategy is introduced by the use of a
career planning game ('SCOR'") which incorporates the major aspects of an officer's
career: military specialties, education and training, skills, job performance,
rank, contribution, assignments, family, and values. The game uses an off-line
playing board ('SCOR-BOARD") for charting hypothical career progression. The
decision points in the game require the player to deal with four career issues:
the inevitability of Surprise, the necessity of Choice, the awareness of
Opportunities, and knowledge of Requirements. The pliayer starts the game as a
second lieutenant, selects pre-programmed goals, seeks to move toward those goals
in a series of computer managed decisions, and arrives at an end point that
signifies goal achievement.

At the conclusion of the game, the principles of creating career strategies
are reviewed and the user is presented with the ''Career Planning Wheel." This
offline chart is simiiar to the SCOR-BOARD, but depicte the major aspects of an
officer’'s career in more detail. The user may access computer -bagsed career data
related to the year of commissioned service in each aspect of the wheel.

After the SCOR game and the Career Planning Wheel have illustrated the use
of career strategies and career information, the user is asked to review his or
her own career goals., Each goal is examined with a series of eight criteria for
effective caresr planning goals and is revised until it satisfies the criteria.
The revised goals are then translated into action plans for intermediate
objectives. For example, users are guided to convert goals to actions by
choosing a specific standard for gauging success, identifying resources and
barriers, setting checkpoints and deadlines, and so on.

B ey
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The results of this module include clarified career goals, contributory
intermediate objectives, and action plans which have been tested for their
adequacy. (See Appendix G for an excerpt for CAREER STRATEGIES.)

System Evaluation

In order to assess potential operatin:, .ifficulties and to obtain some
initial reactions to the acceptability ani usefulness to the target population,
four of the seven modules (SIGNOW, FORESIGHT, OVERVIEW, and ALTERNATE SPECIALTY)
were field-tested on 52 company grade officers at Ft. Benuning, Georgia (Oliver
& Day, Note 18). Each officer was administered a pre- and post-use inctrument
measuring: knowledge of relevant information; attitude toward the computer as
a guidance tool; and the understandability, accuracy and usefulness of each
module. A post-use debriefing sesgssion was also conducted.

TR & b B [
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The results of the field trial were extremely encouraging. The users
found the content of the modules to be interesting, accurate, useful, and
understandable and gave highly favorable ratings to the use of tre -omputer as
a method of transmitting career information. Those officers who usva the
system reported a decreased need for career information and an increased
level of certainty and satisfaction with azlternate specialty preference, It
was also found that the style and the humor of the text were considered appro-
priate and enjoyable.

Although no major revisions were indicated by the field trial, several
adaptations and expansions of the system have since been suggested. Designed
primarily for the use of company grade officers {(those who have fewer than
eight years commissioned service), OCIPS could well be adapted for use by
field grade officers, including particularly those who had used the systen
in their years as junior officers. Other potential users are those who are
involved in officer career management {Hadley, Marsh, & Korotkin, YNote 10).
Alternative entry modules, similar to the CAPTAIN'S INTRODUCTION, would intro-
duce such personnel to the system. Proposed content expansions include a
modula dealing with the career planning and decision making necessary upon
severance from military service. Expanded data bases could add infcrmacion
about military and civilian education and extended longitudinal cata relating
alternate specialty designation and other carcer events to later career paths
(Fields, Notes 7, 8, 9). The system is also capable of administering and
scoring assessment instruments and could be equipped with the capacity to
monitor and store patterns of system use Ior research and re-evaluation.

T—

=
=N

The Officer Career Information and Planning System currently exists in
the first generation phase of development. Those components which have been
tested in the field work well and are acceptable to the target populaticn,
however adaptations and changes are required. CAPEER STRATEGIES requires
additional data and dialogues for full operation. OCIPS has demonstrated
potential for expanded operations; further field testing and subsequent
revision are indicated as the next phase c¢f development. A cost-benefit
analysis of the system is in progress.
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Appendux 4

Lxcerpt from SIGNON

This module introduces the user to the system, provides instruction for using the terminal, and

asks the user for identifying data.

THE SYSTEM YOU ARE ABOUT TO SEE IS AN EXPERIMENTAL ONE. THE 'OFFICER CAREER INFORMATION
& PLANNING SYSTEM' 1S IN A DEVELOPMENTAL STAGE AND WILL PROBABLY UNDFRGO CONSIDERABLE
MODIFICATION BEFORE IT IS READY FOR OPERATIONAL USE. WE APPRECIATE YOUR PARTICIPATION
IN EVALUATING THE SYSTEM DURING THIS EXPERIMENTAL TRYOUT.

(ALWAYS PRESS THE 'NEW LINE' KEY WHEN YOU ARE READY 10 CONTINUE)

v

0.£. YOUR CODE IS 0l. PERHAPS YOU SHOULD JOT 1T DOWN SOMEWHERE SO YOU WON'T FORGET IT.

V

PLEASE TYPE THE SPECIALTY CODE NUMBER OF YOUR PRIMARY SPECIALTY. (FOR EXAMPLE: 11 FOR
INFANTRY) SPECIALTY CODE NUMBERS CAN BE FOUND ON PAGE ! OF THE OFFICER CAREER INFORMA-
TION AND PLANNING SYSTEM HANDBOOK, WHICH IS LOCATED NEAR THIS TERMINAL.

4

00D,  %OW LET'S FIND OUT ASOUT YOUR CIVILIAN EDUCATION. TYPE THE NUMBER WHICH CORRE-
SPONDE MOST CLOS®LY WITH THE AMOUNT OF EDUCATION YOU HAVE.

DOCTORAL DEGREE

MASTER'S DEGREE

PROFESSIONAL DEGREE (MD, DDS, LLB, ETC.)

YEAR OR MORE OF POSTGRADUATE EDUCATION

COLLEGE GRADUATE

TWO QR MORE YEARS OF COLLEGE (BUT LESS THAN A BACHELOR'S DEGREE;
LISS THAN TWO YEARS OF COLLEGE

{IGH SCHOOL GRADUATE (OR LESS)

WO~ ON U S D o e

G.K. HOW FOR YOUR UNDERGRADUATE MAJOR. IF YOU 00 NOT HAVE AN UNDERGRADU/TE MAJCR, SELECT
A GENERAL CATEGORY WHICH YOU FEEL WCULD BE MOST APPROPRIATE FOR YOU.

HUMANITIES

3USINESS

ENGINEERING
PHYSICAL SCIENCES
SOCIAL SCIENCES

Lay

OO b
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Anpendix B
Excerpt from FORESIGHT

The user has "signed on" to the system, and, given a
description of what the module contains, has opted to explore
FORESIGHT further. The following frames are presented on the
screen:

TAYE : LOGK AT TVESE TNO STATRMINTS-

1 - IF YOU XMOW HCW 70 DO IT, YOU CAR GET EXACTLY
WhAT 10U WANT OUT (F YOUR ARMY CAREEP.

2 - LUTEING YOU TPY TC DO CAN PCSSIELY IRFLUENCE
WHAT HATPZUS TC YOUP ARMY CAPEER.

WHAT IS YCUR ZEACTICN TO TRESE STATIMENTS?

k-1 I8 TRUE, 2 IS NOT

2 -2 IS TRUE, ) IS NOT

C - TEITHER IS TPCE

2 - 30TE ARE TRUE
AS #E SEE TT, NEITEER IS TPUE ABSOLUTELY, BUT BOTE G.K. MAYEE THE WORD "POWLRFUL" MAKES IT HARD FOP YOU
EAVE TLEMERTS OF TRUTE. THAT LEADS 70 A COBSITERATION 10 AGREE. EVEY THOUGH THESE BELIEFS ARE NOT YOURS AT

CF TEE EZLIZFS O WEICH FCRESIGHT RESTS.

TERE TEEY ARE -
c FEPTICAL OR HOT, WOULD YOU LIKE TO LEARN MORE ABOUT
ICU AR HAVE A POWERFUL RFLUDENCT OF YOUP LONG-TERM npn FORESIGHT?

CAREER IF:

NE"
-=YOU Y3CW WEAT YCU WART; AND A - YES
-~10U /XOX HCw THE SYSTEM WJCRKS. oPTION&
ﬁ - Ko
SEAT'S YCUR REACTION 7C THAT? 2

STFONGLY AGREE
ACFEE
“RCIPTAIN
DISAGREE

S$TRONELY DIEACREE

(CE-NeX-T¥

"A" or "B" QPTION

Xub.  THE NEXT STEF IN GETTING TO XNGW WHAT FCRESICHT
1S 4BCUT INVOLVES ERINGING INTO FOCUS CERTAIN IDEAS
ABCLT CAREER PLANNING. THESE IDEAS ARE CALLED BASIC
SLLEEPTS 4ERE THEY ARE.

-="AKING CHCICSS IS INEVITABLE  /MUST)

“=l% JSDER 70 MAKE JHOICES, YOU HAVE .o QNOW #HAT
*nl T AVALUE)

~=UNEXFECTED THIKGS MAPPEN 7O A CAREER, 0 MATTER
SAFEFULLY JNE PLANS (SURPRISE)

<=2ECAUSE NO SNE CAN PREDICT THE FUTURE, ONE MUST 8E
ABLE 70 3E 30TH FIRM AND TENTATIVE SIMULTANEOUSLY
'TEMSICH,

~a3 LIFE PROGRESSES, PEOPLE CHANGE, 3IME F THE CHANGES

ARE “REHICTASLE  {oTAGE)

'y

“CW

19
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PRESENT, EEAR IN MIND THAD PORESICHT IS BASED ON THESE
BELIEFS.

"A" OPTION "B" OPTION

(Zxit from this section)

‘Each option is presented in
the order indicated by the user.
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Appendix C
Excerpt from OVERVIEW

The introductory section of OVERVIEW stresses the complexity of
the Army Officer career structure and encourages users to comsult
additional sources of information for details beyond the scope of
OVERVIEW. The following excerpt introduces the user to the offline
charts (included here) and begins the explanation and discussion
of the career structure.

OFAY. YOU'RE NOW LOGKING AT QFFICER PROFESSIOMAL

AS WE SAID, THZ ARMY OFPICER CAREFR STRUCTURE IS VERY CEVELCPMENT (OPD) CHART #1.

CO!PLICATED. SO WE WILL TALK AGOUT THIS STRUCTURE,

oL POINT AT A TINE, WITH THE HELP OF A SERIES OF THE LEGEND AT THE BOTIOM RIGHT OF THE CHART ZXPLAINS
CHARTS. TRE SCALE.

EACK CHART PAESENTS ONE IDEA, THEN THE NEXT CHART ADDS THE IDEA HERE I3 SIMPLE: THERE IS A SPAN OF TIME IN
ANCTHER INEA. WHICHE A TYPICAL OFFICER CAN EXPECT TO REACH A CERTAILN

CAADE. AED HE MUST REACH THAT CRADE BY A CERTAIN TDME,
ALCNG THE WAY, WE WILL SUMMARIZE QUR IDEAS AND GIVE —9 1N ORDER 7O REMAIN IX SERVICE.

SCAME EXAMPLES.

SUPFOSE MAJOR ADAMS WAS FROMOTED TO LT. COLONEL AT HIS
ALSO, AT THE EUD OP THIS SECTION, WE WILL ANSWER SEVERAL 13TH YEAR OF COMMISSICNED SERVICS, VA3 THE PROMOTION..
WUESTICNS IN MGRE DETAIL.

W

A ..EELOW THE Z0NE
OUR GOAL HERE IS TO HELP YOU GET OHE BIG PICTURE OF B .. AT THE 2ONE
HOW YOUR CAREER MAY DEVELOP. c . .ABOVE THE ZCHE
PLEASE TURN TO CHART #1 OF THE RANDBOUK, ON PASE 6.
"A" ov "C" OPTION "B" GPTION 3
——
MAJOR ADAM'S PRCMOTICN TO LT. JOLONEL WAS RIGHT RIGHT. MAJOR ADAM'S PROMOTION TO LT. COLCHEL
AT THE ZONE FOh LT CULOMELS, SINCE THE ZONE VAS RIGHT AT THE Z0NE PCR LT. COLONELS, SINCE
POINT POR L7. CCLCMELS, MARKED 3Y A STAR, CCMES THE 2ONE POINT, MARKED BY A STAR, COMES AT THE
AT THE 13TH YEAR. 13TH YEAR.
READY PCR THE MEXT IDEA?
READY FOR THE NEXY [DEA?
A 1ES.
A YES,
8 DEFENDS ON THE IDEA, BUT PIRZ AWAY. B LZPENDS CE ™HE ITEA. 3UT FIFE AWAY.
L1
A" or "B" CPTIOK "A" or "B" CPTION

7
SLIASE LOCK AT SPD CHART ¢2, PAGE 7, FCR JUR NEXT POIMT
"tz ChaRT REFRESENTS THE IWO WAJUR FARTS TC IVERY

LFYICER'S CAFEER TEVELOSMENT (VERTICAL CIMENSICN; AT
UTILIZATICN FORIZONTAL JIMENSION)

WAL TMPRCYING JOUR ZKILLE AND EDUCATICN, TC VEET
TPL IEMY'S $EEZS IN TRE FUTURE.

TILIZATICH MEANS MIETING PRISEUT ARMY NEEDS 2Y DRAWING
UPCH SYILLS YOU ALSEALY 4AVE

CONTINUED
21 -=~~ON NEXT PAGE
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Appendix C, continued

LOOKING AT THE CHART, WHAT CAM WE SAY?
A OFPICER #1 DEVELOPED MORE SKILLS THAM DID
OFPICER #2.

8§ OFFICER #2, OVERALL, PROBABLY CONTRIBUTED MORE
7C THE ARMY'S NEEDS.

8 CFFICER #1'S CAREER EMPHASIZED SEVELOPMENT OF
SKILLS, MORE 30 THAM D1D THE CAREER OF CFFICER f2.

-

1
"A" or "C" OPTION "g" OFTION

VEILE WE CAWMOT SAY THAT ONE OFFICER DEVELOPED AICHT.

FURTHER, OR THAT ANOTHER OFFICER CONTRIBUTED

MORE, VE CAN SAY THAT ASSIGHMENTS MAY STRESS WE CANNOT SAY THAT CNE OFFICER DEVELOPED FURTHER,

MEETIRG PRESENT ARNY ¥EEDS (CFFICER r2) OR A2 CR THAT ANOTHER CFFICER CGNTRIBUTED ORE. WE

8 DESIGNED 0 DEVELOP AN OFFICER'S SKILLS FGR AN SAY THAT ASSIGRMENTS MAY STRESS VESTING PRESENT

LATER CONTRIBUTIONS (CFFICER f1). ARMY NEEDS (OFFICER #2) GR AY SE DESIGNED 0
DEVELGP AN OFFICER'S SKILLS PR LATER SOWTRIBUTIONS

BOTH DFYASES ARE VITAL FOR AR ZFFECTIVE ARMY. (SFFICLR #1).

BOTH EMPHASES ARE VITAL FCR AR ZFFECTIVE ARMY.

At this point in the module, the computer continues on to rresent
further concepts and il ustrations of the career structure, using
the remaining charts in the off-line series.

22
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Appendix C, cont inued
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Appendix C, continued
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Appendix D

Excerpt frcm CAPTAINS INTRODUCTION

This module provides the user with an abbreviated version of FORESIGHT and OVERVIEW.

THE OFFICER CAREER INFORMATION AND PLANNING SYSTEM (OC1PS) IS DESIGNED TO HELP YOU WITH
LONG-TERM CAREER PLANNING. IT IS MADE UP OF FIVE SEPARATE MODULES....

~-FORESIGHY....DEALS WITH BASIC CONCEPTS OF CAREER PLANNING
~-SELF ASSESSMENT....HELPS YOU CREATE A PROFILE BASED ON YOUR RATINGS OF
YOUR SKILLS AND VALUES.
~-ALTERNATE SPECIALTY....INCLUDES INFORMATION AND DATA ON ALTERNATE SPECIALTIES.
~-OVERVIEW....DEALS WITH THE ARMY'S OVERALL PLAN FOR THE PROGRESSION OF AN
OFFICER'S CAREER, INCLUDING THE FACTORS THAT INFLUENCE THE WAY IT DEVELOPS.
~-CAREER STRATEGIES....HELPS YOU SET GOALS AND DEVELOP ACTION PLANS FOR
ACHIEVING THESE GOALS.

|
Vv

AT THIS POINT IN YOUR ARMY CAREER YOU MAY ALREADY BE ACQUAINTED WITH MANY OF THE CONCEPTS
THAT ARE PRESENTED IN FORESIGHT AND OVERVIEW.

THEREFCRE WE'D LIKE TO GIVE YOU THE CHOICE TO BEGIN WHERE YOU THINK IS MOST SUITABLE FOR
YOUR EXPERIENCE AND INTERESTS. YOU MAY BEGIN WITH EITHER THE FULL FORESIGHT OR WITH A
CONDENSED VERSION THAT HIGHLIGHTS THE CONCEPTS AND LEAVES OFF THE EXAMPLES. CHOOSE ONE:

Ax I'D LIKE TO START WITH THE FULL FORESIGHT
B " " " " " CONDENSED FORM.

C: SKIP IT. LET'S GO ON TO ALTERNATE SPECIALTY.

OPTION B

Vv

IN GETTING TO KNOW WHAT FORESIGHT IS ABOUT INVOLVES BRINGING INTO FCCUS CERTAIN IDEAS
ABOUT CAREER PLANNING. THESE IDEAS ARE CALLED "BASIC CONCEPTS". HERE THEY ARE:

--MAKING CHOICE IS INEVITABLE (MUST)

--IN ORDER TO MAKE CHOICES, YOU HAVE TO KNOW WHAT YOU WANT (VALUE)

--UNEXPECTED THINGS HAPPT TO A CAREER, NO MATTER HOW CAREFULLY ONE PLANS (SURPRISE)

~--BECAUSE NO ONE CaN PREDICT THE FUTURE, ONE MUST BE ABLE TO BE BOTH FIRM AND TENTATIVE
SIMULTANEOUSLY (TENSION)

--AS LIFF PROGRESSES, PEOPLE CHANGE; SOME OF THE CHANGES ARE PREDICTABLE (STAGE)

WHICH CONCEPT WOULD YOU LIKE TC LOOK AT FIRST?

A MUST D TENSION
8  VALUE E STAGE
C  SURPRISE
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Appendix E

Excerpts from Alternate Specialty

This module provides the user with data about the designation of Alternate Specialties in years
past and offers suggestions about how to incorporate such data into one’s own planning for expressing

an Alternate Speclalty prefereace.

WHICH OF THE FOLLOWING IS TRUE?

A. AN ALTERNATE SPECIALTY IS A SPECIALTY IN ADDITION TO YOUR PRIMARY, DESIGNATED FOR YOUR
PROFESSIONAL DEVELOPMENT AND UTILIZATION.

B. AN ALTERNATE SPECIALTY IS A SPECIALTY WHICH TAKES THE PLACE OF YOUR PRIMARY AFTER YOUR
FIRST SIX TO EIGHT YEARS IN THE ARMY.

C. AN ALTERNATE SPECIALTY IS WHAT YOU GET WHEN THE COCK HAS RUN OUT OF PRIMARIES.

OPTION A

¥

RIGHT! LIKE A PRIMARY SPECIALTY,
ALTERNATE SPECIALTY IS A SEPARATE
GROUPING OF DUTY POSITIONS HAVING

AN

SIMILAR SKILL AND JOB REQUIREMENTS.

OPTION B

\

NOT REALLY. AN ALTERNATE SPECIALTY DOES
NOT REPLACE YOUR PRIMARY. IT IS A SEP-
ARATE GROUPING OF DUTY POSITIONS HAVING
SIMILAR SKILL AND JOB REQUIREMENTS.

OPTION C

NO. EITHER YOU KAVE A SENSE OF HUMOR OR YOU DON'T
KNOW VERY MUCH ABOUT ALTERNATE SPECIALTIES.

Officer Preferences:

How many wanted what they got?

NEXT IS A LIST OF SOME ALTERNATE SPECIALTIES.
OFFICERS ENTERING THAT SPECIALTY WHO LISTED IT AS THEIR FIRST, SECOND, THIRD, FOURTH,

OR FIFTH CHOICE.

BESIDE EACH ONE ARE THE PERCENTAGES OF

/

FOR EXAMPLE, OF THOSE ENTERING ATOMIC ENERGY, 50% HAD LISTED IT AS THEIR FIRST CHOICE,
257% AS THEIR SECOND CHOICE, 5% AS THEIR THIRD CHOICE, 7% AS THE FOURTH, NONE AS THEIR
FIFTH. AND 13% HAD LISTED 7T AS THEIR SIXTH CHOICE OR NOT AT ALL.

ALTERNATE SPECIALTY

Personnel Management

OR/SA
ATOMIC ENERGY
R&D

1 2 3 4 5 Other
39% 20% 10% 6% 3% 227%
51 22 S 2 1 19
50 25 5 7 0 13
43 21 8 5 1 22
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Appendix F
Excerpt from SELF ASSESSMENT

M EASES e e

The following frames are drawn from vaiues

of the SELF ASSESSMENT module.

of preference and performance.

assessment section

Prior to viewing this sequence,
the user has considered the concept of self-assessment as a career
nlanning tool and has evalusted his or her skills on the basis

SO FAR YOU HAVE LOCKED AT YOUR SKILLS —
VHAT TQU BJOY DOING
VHAT YOU DO WELL

2CW LET'S LOOK AT WHAT SATISFACTIONS YOU WANT FROM
YOUR CAHEER, OR, IN OTHER WORDs, YOUR CAREER
VALUES.

A GOOD WAY OF CONSIDERING WHAT SATISFACTIONS YOU
VAT FROM YOUR CAREER 1S TO DMAGIMNE YOURSELP IN A
CURRENT OR PAST JOB SITUATION AND 70 LOOK AT WHAT
YCU LIKSD OR DIDR'T LIKE ABGUT THAT POSITION.

LOING TJIS KIND OF REFLECTION OVER SEVERAL POSSIBLE
JOBS GIVES YOU A PICTURE OF WHAT ASPECTS OF A JOB
YOU PREFER----OR, IN OTHER WORDS, WHAT YOU VALUE IX
A JCB.

IN THE "PORESIGHT” MODULE IT WAS SAID THAT YOU CAR
HAVE A FGWERPUL IUFLUENCE ON YOUR CAREER IF-

YCU KNOW WHAT YOU WAND AND

YOU KOV HOW THE SYSTEM WORKS.

11 OTFER SECTIGNS YOU HAVE LOOKED AT AOW THE SYSTEM
WUHKS-=-A%D XCW WE'D LIKE YOU TO LOCK AT WHAT
LU AT,

THE /ALUES WILL APPEAR CN THE 3CREEN [5 IRTS
OF NINE. USINC THE TOLLOWING 3CALE, RATE CACH
JALSE.

L. VEFY INPCRTANT
CF AVERAGE IMPCRTANCE
LEAST IMPCRTANT

=YY

O PAGE-—<-OF THE HANDBOOK 1S A LIST OF VALVES
EVERY PERSON HAS HIS CR HER OWN SET OF VALUES AND
YCUR TASK HERE IS 70 IDENTIPY THOSE THAT ARE MOST
IMPCRTANT TO YOU. SINCE IT IS YCUR CAKEER, ¥E'D
LINE fCU 70 CONSIDER YCUR OWN VALUES CAREFULLY
WITECUT BEING INFLUENCED BY WHAT YOU THINK JTHER
CFFICERS MAY VALUE.

w=—————p CONTINUED ON NEXT PAGE
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I Appendix F, continued
LEADERSHIP RATING SCALE.
ASS0CIATES 1. VERY IMPORTALT
HELPING OTHERS . 2. CF AVERAGE IMPCRTANCE

SUPERVISORY RELATIONS_____ 3. LEAST DMPORTANT
ADVESTURE, RISK, EXCITEMENT

VARIETY

- SELP~ IMPROVEMENT

ACHIEVIMENT

CAEATIVITY

USE OF SKILLS RATING SCALE-

PRESTIGE 1. YVERY IMPORTART

SURROUNDINGS 2. OF AVERAGE IMPCRTANCE

SECURITY 3. LEAST IMPORTANT

LEISURE

PHYSICAL ACTIVITY

MONEY
FAMILY

RELIGION

)

HERE'S HOW YGUR RATINGS CAME OUT

MCST IMPORTANT AVERAGE IMPCATANCE LEAST IMPCRTANT

YELPING OTHIRS LEADIRCAIP ADVENTURE, RISK,
VARIETY ASSOCIATES EXCITEMERT
SELF-IMPROVEMENT SUPERVISLAY RELATICNS SURRCUNDINGS
ACHIEVEMERT PRESTIGE LEZISURE
CREATIVITY USE CF SKILLS PHYSICAL ACTIV-
MONEY SECURITY Tt
FAMILY
RELIGIOR EXAMPLE

IP YOU HAVE A PRINTER ATTACHED TO YOUR CRT, AND QU
WCULS LIFE A CCPY OF THESE LISTS, YOU MAY GET CNE 3Y
CRESSING "PRINT LCCAL.”

fter this rating prcocess, the user is asked to rank thcse values
designated "most importent" in order of relative importance and is
offered suggestions abcut using this self-assessment in career pianning.
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Appendix G

Excerpt from CAREER STRATEGIES

The following frames are drawn frcm the final section of CAREER

STRATEGIES. The user has, at this point in the module, played the
"SCOR" game, examined questions of interest in the Career Strategies
Data Base, revised and set career goals, and is now facing the task
of combining these and previous sections of CCIPS intc an integrated
career Action Plan. This sequence appears on the screen.

TAXE A LOCK AT THIS STORY: -

AN ARMY OFFICER IDENTIFIES HIS PRIMARY VALUES AND
SKILLS:

THEN LEARNS ABOUT THE SURPRISES, CEOICES, OFPORTUNITIES
AND REQUIREMENTS HE WILL FACE IN ZIS ARMY CAREER;

TEEN CLARIFIES SCME CAREER GOALS.
AKD TEES SAYS, "THAT WAS WORTHWEILE - I'VE PLASNED MY tan

camezR. " OPTION
WHAT'S MISSING IX TBIS STCRY? ?

A - YOTEING. [OOKS LIKE GOOD CAREER PLANNING 7O ME.
3 - IT'S GOOD AS FAR AS I7 GOES - 3UT IT IS MISSING THE
TART WHERE TEE OF¥ICZR CARRIES OUT TEE FLAR.

"B" OPTION

IT DOES LOOK LIKE 300D CARFER PLANNING.

AND THE CFFICER EAS PROBABLY INCREASED #IS CEANCES
PCR A REWARDING CAREER.

SUT EVES THE REST GOALS HAVE A 7AY OF 3EING
PORGCTTEN IF WE DON'T:

- XIEMEMBER TEEM, AMD
~ TAKE STEPS TC CARRY THEM OUT.

RIGHT. DEVELCPING CAREER GCALS, BASED ON KNOWING
ONESELF ANT XBCWING THE ARMY CAREER SYSTEM, IS CNLY
THE BEGINNING.

WEAT'S MISSIMG IS AN ACTION FLAN - A SERIES CP CORCRETE
STEPS FOR RAEADING IN A SPECIFIC OBJECTIVE.

"ACTION PLANS" ZZLP US VCVE FRCM JUST THINKING ABCUT OUR
CAREFR TO DOIJG SCMETEILG ABCUT IT.

"ACTICN PLANS" CAN BE MAUE POR SECRT-TERM GOALS (LESS
THAN § {EARS) R POR LCNG-TEPM GCALS (MORE TEAN 5 YEARS).

WHICR #~CULD YCU GUESS IS MORE USEFUL?

A - SHORT-"IRM
8 - LCKG-TERM

WEAT'S MISSING IS AN ACTICON PLAN - A SERIES CF CONCRER
STEPS TOR REACEING A SFICITIC SBUECTIVE.

“ACTION PLANS" HELP US MOVE FRCM JUST TECNKIRG ABCUT
QUR CAREER 7C DOIRG SCMETHING ABOUT IT.

"ACTION PLANS" (AN SE MADE FCR SHCRT-TERM GOALS 'LZS3
TEAN 5 YFARS) OR FCR LONG-TERM GOALS (MORE TEAN $ YEARS).

WRICE WIULD YOU GUESS IS MCPFE USEFUL?

A - SHORT-TERM
B - LORG-TERM

"A" OFTIONS
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Appendix G, continued

"A" OPTIONS "B" OPTIONS

RIGAT. ACTION PLANS ARE MORE USEFUL PCR SHORT-TERM THTLE ! v
ILE ACTICN PLANS MIGET SE EEIFFUL 7OR REACHING LONG-
GCALS. THERE ARE TWO YROBLZIMS WITE ACTION PLANS FOR ;f—_‘,_“ GSALS, TEERE ARE TWG ANWOYTNG FROBLEMS:

LONG~RANGE GOALS:
AS OUR "SCOR™ GAME SEOWEID, THERE ARE SO MANY SURFRISES,

AS CUR "SCOR" SAME SHOWED, THERE ARE 5O MANY SURFRISZS, T ph T ONG-TERM” ACTZON PLAYS ARE
ARD CHOICES, AND 50 FCRTH, “EAT "LONC-TEZRN" ACTION Sgggcfg'ng§,i°cg§§{§T§3§§,G'gigggz THE §§§L 1§ REACIED
PLANS APS SURE TO 3ECCME OBSOLETE :CNG 3EFORE TEE SOAL w

IS REACHED; AND
A "LONG-TERM" ACTICN PLAN WCULD 2E TOO LONG 70 BE
MARAGZABLE - ZUNDREDS OF JCNCRITE STEPS MIGHT MAKE 0V
FEEL IT'S YOT ¥CRTH TAKIRG THE FINST STEP.

A "ICNG-TERM" ACTION PTAN JCULD 3E TOO i0XG 70 3E
VANAGEABLE - HUNDRELS TF CCRCRATE STEPS MIGET MAKE YOU
FEXL IT'S NOT WCRTHE TAKING THE FIRST STEP.

WE SUGGEST THAT ACTICY PLANS ARE MOST USEFUL FCR "SECRT-

SO 20W DO YOU PICKX A SHORT-TERM GCAL TO MAKE TEIS TOM” GOALS

"ACTIOR PLAR" FCF? IEFE ARE SOME WAYS - CEOOSE OXE.

50 8CW 20 YOU PICK A SHCRT-TERM GCAL TC MAXE THIS "ACTION

A = LOOK AT ONE OF YCUR IONG-RANGE GOALS AND SEE WHAT PLAN" FOR?

YOU ZAVE T0 DO WITHIX THE YEXT 5 YEARS TO REACH IT.
3 ~ PICK A G0AL YOU ZNOW 7CU MUST REACH WITHIN S YEARS,

k! - .
R ZLSE. ZERE ARE SOME YAYS - CEOCSE ONE

A - LCOK AT ONE CF YOUR LONG-RANGE GOALS AJD SEE WEAT YOU
3AVE 70 20 ¥ITEIN THE JEXT § YEARS TC REACH IT.

3 ~ PICX A SOAL 70U KNOW YCU MUST REACH <ITHIN 5 (EARS,
CR ELSE.

3CTB TACTICS ZAVE MERIT. LOOKING AT YCUR “CNG-RANGE
GOALS HELPS MAXEZ SURE TEAT {OUR PPESENT ZNDEAVORS
HAVE A LONG-RANGE PAYCFP. 3UT LOOKING AT YCUR
SECRT-TERM "MUST'S" EFLPS MAKE SURE 7CU ICN'T SEGLECT
ANYTRING N THE SEORT RUN, REGARDLESS CF YOUR SPECIFIC
LONG-RANGE SOALS.

TEE UPSEOT IS  GOCD CAREER PLANNING MEANS MAKING MORE
TEAN ONE ACTION PLAN.

l

SO JOW YOU XNOW THAT GOOD CAREER PLANNING MEASS:

~ IDENTINYING VALUES AND SKTLlS,

~ RECOGNIZING THE SURPRISES, CEOICES, NFPCRTUNITIES
ASD REQUIREMENTS IN AN ARMY CARZER.

~ CLARIFYING CAREER GOALS, ASD

- MAXING ACTICE PLANS FCR MEZTISG TECST OALS.

Q
]

MCRE TEING: WHEN SECULD fIU MAXE YOUR ACTICN PLANS”

- RIGET ¥CW

CEFENDS ON WEAT ZAPPERS JESN I MCHITCR MY CAREZR. -
ZEY, J0LD IT A MINUTE - ZEAT'T THIS "VNKITZRING

MY TAREER" 3USINESET

RNV
'

4

fon

At this point in the modul:, the concept of career monitoring is
e related to ection planning, and the user is offered directiscns
¢r creating acticr plans using his or her own data.

[
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US ANMY INTELLIGLNCE CENTER + SCHOCL ATTN: ATSI=TO-LD
DEPARTMENT OF THE AIR FORLE AIR UNJVERSTTY LIBRARY (ATC)

USA (HAPLAIN CENTER ¢ SCHUOL ATIN: AlSC-Tp=0D

USA (HAPLAIN CENTER ¢ SCHUUL alTN: ATSC-Tp=tD

USA (HAPLAIN CENTER + SCHUOL alTNS ATSc-Tp=SF

USA CHAPLAIN CENTZR + SCHOOL  alIN? ATSC-p0S=LLC

DEPARTHENT OF THE NAVY HUMAN WESOURCE MANAGEMENT SCHoOL

Navatr POST GRAUUATE SCHOUL

HG TwADOC TRAINING VUEVELUFMENT INSTITUTE

BRITISH ZMBASSY 3RITISH ULEFENCE STAEF
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CANALIAN JOINT STabF

COLS (w) LIBRARY

FRENCH ARMY ATIACHE

AUSTRIAN EMBASSY OEFENSE, MILITARY AVU AIR ATT..CHE

CANAOIAN UEFENCE LIALISON STAFF  ATTN: COUNSELLOR, DEFENCE R AND D
ROYAI NETHERLANDS EMBASSY MILITARY ATTACHE

CANAUIAN FORCES BASE CURNWALLIS ATTN: PERSUNNEL SELECTION
CANALIAN FORCES PERSONNEL APPL RSCH UNILT

ARMY PERSONNEL ReStARCH ESTABL ISHMENT

LIBRARY OF CONLRESS EXCHANGE ANU GIFT D1v

DEFENSE TECHNICAL INFORMATION ctN  ATIN: pTIC~DDA=Z

LIBRARY OF CONGRESS UNLIT UOCUMENTS eXPEDITING PROJECT

US GUVERNMENT PRINTING OFC LIgRARY, PUBLIC DOCUMENTS pDEPARTMENT
US GUVERNMENT PRINTING OFC LIBRARY AND STATUTORY, LIg DIV (SLL)
THE oRMY LIBRAKY ATTN: ARMY STUDIES SEC

ROYAI ARMY EDUCATIONAL CURPS CENTRE ARMy SCHUOL OF TRAINING SUPPORT
/7

NUMBER uF ADDRESStES 202

TOTAL NUMBER OF CUP1ZS 381
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